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ABSTRACT 
One of the most signzycantfeatures of thegloballabour market in the last baro f  
the twentieth century has been the increasing labour force participation rate of 
women. Despite this, women participation in  managerial still remains scarce. Rc 
commercial activity becomes increasingly internationalized, there is corespond- 
ing increase in the needfor international managers. However, it is evidentfiom 
the extent research that women are not progressing to senior international man- 
agement positions at  comparable rates to their male counterparts. Previous re- 
search has estimated that only 3percent of expatriate managers are women. The 
small percentdges notwithstanding, women have been observed as effective in  
overseas positions. The number of women expatriate is increasing steadily over 
the year with slow progress. This paper draws a clear picture ofphenomenon that 
men expatriate is out number of women expatriate i n  the business worM. It 
provides detaih how to increase the number of women expatriate in  handling 
international management and speczjc challenges that will face by the women 
expatriate. 
INTRODUCTION 
The number of expatriates send by the multinational companies (MNCs) 
on global assignments is increasing steadily (Dobryznski, 1996; Laabs, 1993; 
Stroh). However, women on global assignments are so few compare to men. 
Nancy Adler's multi-part study (1984) of expatriate managers showed that 
of the 13,338 expatriates from 686 U.S. and Canadian firms responding, 
402 (3%) were female. Thus, North American firms send 32 times as many 
males as female expatriate managers abroad (Alder, 1984). A 1975 survey of 
171 multinationals conducted by Nancy J. Adler indicated that when women 
were sent overseas, they were on travel assignments lasting less than 30 days. 
Why Few of Women Expatriates 
i) Gender Parity 
According to New York City-based Catalyst's 1996 study, "Women 
in Corporate Leadership," almost 50 percent of Fortune 500 1 Service 
500 CEOs said that international experience is crucial to upward 
movement. But not many women are in a position to take advantage 
of oversea assignments to boost their corporate careers. Expatriates 
often are selected from upper-middle to senior corporate ranks, where 
women are still striving to achieve gender parity. The gender gap 
especially serious in conservative countries. 
Myths about Women .- 
Given the historical scarcity of local women managers in most 
countries, most organizations question if women can succeed in 
international assignments. According to Adler (1 984), employers 
base their reasoning on these three assumptions why they are not 
prepared to send women expatriate: 
a) Women do not want to be international managers 
Indeed, the survey conduct among more than 1,000 graduating 
MBAs revealed that "no significant difference," female and male 
MBAs display equal interest in pursuing international careers. 
b) Companies refuse to send women abroad 
Almost four times as many firms in North American companies 
surveyed are reluctant to select women for international 
assignments as are hesitant to promote women into domestic 
management positions. When asked why they hesitate, almost 
three-quarters report that foreigners are so prejudiced against 
women and that women managers could not succeed even if 
sent. Similarly, 70 percent believe that dual-career issues are 
insurmountable. Some survey also expressed concern about the 
women's physical safety, the hazards involved in travel in 
underdeveloped countries and, especially in the case of single 
women, the isolation and loneliness. 
c- Foreigners are prejudiced against women expatriate managers 
Almost half of the women expatriate surveyed report that being 
female serves as more of an advantage than a disadvantage; only 
one in five finds it to be primarily negative. 
iii) Women's Family Status 
In responding to interview by Dafna N. Izraeli, Moshe Banai, and 
Yoram Zeira (1980), the host country managers perceived the 
concept of female managers as incongruent: Married or single, 
mother or not, a women's family status was seen as a problem - a 
single woman was considered too vulnerable to be sent abroad (i.e. 
sexual harassment) and a married woman executive would have 
problem with her husband. This is because typically women - even 
working women- carry the majority of the responsibility for taking 
care of the family. The "1996 Global Relocation Survey Trends 
Report" shows that of the 71% of married expatriates, married men 
outnumber married women nine to one; but single males outnumber 
single females only three to one. Clearly, single women have less 
complicated hurdles to overcome than married women. 
INCREASINGW OMEN E X P A T R I X E S  I S  INCREASING 
However, the number of female expats is growing. Catalyst's research shows 
that only 5% of expatriates were women prioqto 1993. The  "Global 
Relocation Trends Survey Report" conducted by Windham International 
and the National ForeignTrade Council (both in New York City) also indicates 
an upward trend. These reports for the last several years show the percentage 
of international assignees whose were women to be: 10% in 1993, 12% in 
1994,13% in 1995 and 14% in 1996. By the year 2000, women are expected 
to constitute 18% of expatriate employees, according to Windham 
International and the National Foreign Trade Council. 
Progress of increase is slow, but there is a steady increase in women 
who are being considered for and who are accepting overseas assignments. 
As per Nina Segal, manager of cross-cultural services at Windham 
International and previously assistant dean for Career Services at Columbia 
University's School of International and Public Affairs in New York City, "If 
you look at organizations that have made special efforts to re Figure I.  Career 
Support Programs for Women cruit and promote women, you'll see a large 
number of female expatriates." 
Indeed, according to Adler, the global arena may be more receptive to 
female managers than the domestic one. Global corporations are in such a 
highly competitive business environment that they must select the very best 
people regardless of gender. Furthermore, she says in her book " Competitive 
Frontiers: Women Managers in a Global Economy" (co-authored with Dafna 
Izraeli, Blackwell Business Press 1994) that the less hierarchical, more inclusive 
structure of global firms is very conducive to women's success. 
Reasons Behind the Increase in Number of Women Expatriate 
There are several reasons for thcincreasing number of women expatriates: 
i) Competitive Global Environment 
Multinational companies (MNCs) need competent expatriates who 
posses a wide-range of technical and interpersonal characteristics. 
Expanding the talent pool to include women provides a tactical 
advantage for MNC. As Fisher (1992), the best reason for believing 
that more women will be in charge before long is that in a ferociously 
competitive global economy, no company can afford to waste valuable 
brainpower simply because it's wearing a skirt. 
ii) Equal Employment Opportunity Policy 
Affording all employees who are interested in a global assignment 
the opportunity to be considered for one is consistent with the 
corporate value statements and EEO policies of many MNCs in 
U.S. context. Equal Employment Opportunity explicitly states that 
nondiscrimination in hiring has extraterritorial application. 
iii) Case Law and Civil Rights Act 
Case law (Fernandezv, Wynn Oil Co., 1981) as well as recent 
legislation (e.g., Civil Rights Act of 199 1 ) make it illegal to deny a 
woman a global assignment on the basis of gender (Cava & Mayer, 
1993). 
iv) Changing Societal Patterns 
Changing societal patterns have resulted in significant increases in 
the number of women managers. These patterns include favorable 
economic and demographic conditions, supportive government 
policies, changing family roles and emerging support system. In 
addition, women show positive responses to their new opportunities 
(Adler & Izraeli, 1994). Therefore, it is time for women to expand 
their career in international management. 
V) Women are Reaching Higher Levels of Management Generally 
Although only a small number of women presently hold upper- 
level management position domestically, their numbers in lower- 
level management ranks have increasedsubstantially. As more women 
gain the necessary management experience at these lower levels, their 
numbers in upper-level management will inevitably increase; and 
more aspiring women managers can be expected to seek international 
positions. 
vi) Increasing Number of Dual-Career Couples 
Increasing number of dual-career couples has caused many male 
candidates (and their spouses) now find overseas assignments less 
attractive and this provide chances for women to involve themselves 
in international assignments, especially single women. 
STRATEGIES TO INCREASE THE NUMBER OF WOMEN 
EXPATRIATE 
Reiff (1993) concluded that the business elite of the United States is aware 
of the crucial role of women in organizations and the need to change the 
workplace to make it more hospitable to them, domestically and 
internationally. According Ruhe &Allen (1997), preparing women for careers 
in international management is a concern in both corporate and academic 
settings. There are several steps that can be taken to improve the odds that 
high-~otent ial  women in the organization will accept international 
assignments besides develop women for international careers while they are 
in a university environment. 
i) Help Women Break through the Glass Ceiling. 
Clearly, if women aren't making to managerial positions, they'll never 
join the expatriate candidate pool. The organizations should evaluate 
the gender parity in the organization. If necessary, the organization should 
implement diversity programs to strengthen women's chances for success. 
These include management and career development programs, clear 
performance-related paths to the top, or a merit system, gender-blind 
corporate culture (Ruhe & Allen, 1997). 
Figure 1 shows the programs, policies and practices that are important 
to the development of women managers (Gutek & Lanvood, 1987; 
Harriman, 1996; McDonald & Hite, 1995). 
Figure 1. ~ a k e r  Support Programs for Women 
Support program Rank 
Supervisory support for career interests 1 
Providing mentors to coach high potential women 2 
Mobilizing role models for different levels 3 
Encouraging network activities for women 4 
Surveying careers, interests, and needs of women 5 
Providing career guidance programs 6 
Providing a "Mommy Track" for high performers 7 
Train the Line Managers to Recognize and Dismiss the Myths 
about Women on International Assignments 
H R  managers, along with managerial women and their line- 
managers, must shatter stereotypes and create an action plan that 
works toward making full use of all individuals in the workplace. 
HR managers upon select the suitable candidates for international 
assignments, should: 
a) Not to assume that foreigners will treat women expatriate 
managers the same way they treat their own local women. 
Therefore, do not use the treatment of local women to predict 
the success or failure of women expatriate managers. 
b) Not to confuse the role of a spouse (wife) with that of a women 
manager. Although the most common reason for many male 
expatriate's failure and early return from an international 
assignment is the dissatisfaction of his wife, this does not mean 
that women managers won't succeed. The role of the spouse is 
much more ambiguous and consequently, the cross-cultural 
adjustment is much more demanding for the spouse than for 
the employee. Wives have had trouble adjusting, but their 
situation is not at all the same as that of women managers, and 
therefore is not predictive. 
c) Not to assume that women managers will not want to go abroad. 
Ask them. The  proportion of single and married women 
interested in working abroad is identical to that of men. And 
that interest will increase over the coming decade. 
iii) Create Long-term Career-Development Programs 
Encourage female top performers alike to include the possibility of 
a international assignment in their career plans. Besides, organization 
can provide variety program to help women advance in international 
management. For example, women's advisory groups, explicit 
policies on sexual harassment and discrimination, sensitivity training 
and consciousness-raising workshop, mentoring and coaching 
programs, accelerated management development programs, explicit 
work-force diversity goals and programs ("Women," 1990). A high 
level of agreement that proaction of the part of organizations can 
make a substantial contribution to the careers of women in 
management (McDonald & Hite, 1995). Active, supportive 
participation by supervisors and mentors, relevant role models at 
each level of the organization, and established organizational 
networks, either formal or informal, will undoubtedly be salubrious 
to the careers of women expatriates. 
iv) Develop an OrganizedApproach for Identifying Potential Women 
Expatriates 
The companies should alter core operational assumptions about what 
is and isn't appealing about international assignments. They could 
create a database of their own population and integrate business 
demographic information with personal demographic information 
about employees. In other words, companies could track people's 
careers in the acquisition of technical talent, personal and family 
status, and interest in overseas opportunities (Solomon, 1998). Talk 
to high-performing women and ask them if they would consider an 
international assignment. Save this information in the database of 
potential expatriate candidates. 
.- 
V) Make Sure Women Assignees Receive Pre-Departure Cross- 
Cultural Training 
It's important that all expatriate families receive pre-departure 
preparation. Women expats should take advantage of this 
opportunity to learn how to handle some of the unique challenges 
they may face in other cultures. A major objective of intercultural 
training is to help people cope with an unexpected event in a new 
culture. According to Tung (1982), U.S. multinational tended to 
use training programs for expatriates less frequently than European 
and. Japanese firms (32% compared with 69% and 67% respectively). 
Female expatriate's pre-departure cross-cultural training must 
facilitate an integration of newly learned behaviors into a woman's 
repertoire of behavioral responses. Besides this, the MNC should 
provide developmental experiences for their female expatriates, such 
as short-term business trips and necessary domestic experience. 
In addition, they should give potential female expatriate the 
opportunity to role play or to simulate (e.g through interactive video) 
a variety of difficult situations that female expatriates, in particular 
may encounter (e.!g."after hours" socializing, peer pressure for sexual 
favor, and for single female, strategies for coping with the loneliness 
that often characterizes global assignments to "culturally-distant" 
lands). So with this kind of training, the female expatriate will be 
more confidence to their job in overseas, arrd then the number of 
female expatriate will be increasing. 
vii) Find Out  What Types of Support Women Believe would Help 
them be Successful. 
Companies need to find out what types of support that women 
valued as essential to help them be successful. As more male 
expatriates have working spouses and more women take on 
international assigriments, companies will need to implement spouse 
career policies. Programs may include helping spouses find 
employment overseas or helping families cope with the loss of a 
second income. Implement policies that support families through 
the transition, including career services for spouses and partners, 
destination services and programs addressing child-care needs. For 
married women, a growing awareness among corporations of the 
need to treat every relocation as a "family affair" would produce 
policies that are more likely enhance the organization's ability to 
cope with the needs of the expatriate husband as well. (Mendenhall 
et. al., 1987; Tung, 1982). 
vii) Publicize the Successes of Women Expatriates 
Bring in female repatriates to speak with groups of employees and 
discuss their experiences. The success ofwomen in foreign managerial 
positions discredits many of the popular misconceptions about 
women's ability to manage overseas operations. Foreigners are not 
as prejudiced as is widely believed. By this, organization are more 
confiden to send women working abroad and at the same time gain 
the confidence of women to accept international assignments. 
Women's successes at overseas are demonstrating that female 
managerial talent is not only available but indeed required in order 
for companies to compete and win-in today's global economy.\ 
viii) Greater Opportunities and Greater Knowledge of the Expatriate 
Lifestyle will Encourage Women to Step Forward 
There needs to be encouragement and proactive behavior on the 
part of the organization to empower female executives to feel they 
have some control over where their careers are going. If career 
management and effective mentoring of women is successful, if 
sufficient support and education become commonplace, there will 
likely be more female expatriates and more women in the foreign 
work environment altogether. More and better company training 
programs for international assignments can provide women with 
opportunities to prepare and prove themselves. 
A more recent report in Business Week on work and family 
practices ("Work", 1993) contends that workplace flexibility for 
women is a competitive weapon that  responds to current 
demographics and global competition. The future availability of 
women willing to go abroad, and thus contribute to their company's 
competitiveness, may depend substantially upon corporate attitudes 
and assumptions that produce programs, policies, and practices 
compatible with married employees. 
ix) Offer Flexible Benefits Paclcages 
% 
M N C  can increase the number of women expatriates through the 
flexible benefits packages. The flexible benefits packages will be 
more attract to women expatriates to accept the overseas assignment. 
According to Alder (1994), the most expatriate benefits packages 
have been designed to meet the needs of traditional families 
(employed husband, non-employed wife, and children), companies 
should be prepared to modify their benefits packages to meet the 
needs of managers who are single (female or male) and dual-career 
couples. Such modifications might include increased lead time in 
announcing assignments, executive search services for the partner 
in dual-career couples, and payment for "staying connected" 
(including telephone and airfare expenses) for couples who choose 
some form of commuting rather than both simultaneously relocating 
abroad. 
X) Give Women Every Opportunity to Succeed. 
Accord them full status at the outset - not that of a temporary or 
experimental expatriate - with the appropriate titles to communicate 
the company's commitment to them. Do not be surprised if local 
colleagues and clients initially direct their comments to male managers 
rather than to the new female expatriate during their first meeting 
with her. However, do not accept such behavior. Train managers to 
redirect discussion, where appropriate, to the woman. Train managers 
to interpret such behavior from foreign colleagues as a reaction to a 
new, ambiguous and unexpected situation, not as necessarily an 
expression of prejudice. 
xi) In-Country Support and Mentoring 
M N C  can increase the number of women expatriate through in- 
country support and mentoring programs. Mentors have been found 
to improve greatly the likelihood of success in managerial roles of 
women. (Noe, 1988; Ragins, 1989). Mentoring relationships, "while 
important for men, may be essential for women" given that the 
barriers for success may be greater for women in organizations 
(Ragins, 1989). Beside this, the in-country support and mentoring 
also will increase the women expatriates' confidence in doing the 
international assignment and that they will be more willing to accept 
the international assignment. 
xii) Implement Specific Personnel Selection and Training Practice 
Figure 2 shows the rankings of the five specific personnel selection 
and training practices used in developing international managers 
(Ruhe & Allen, 1997). The finding is supported by Feldman and 
Tompson (1992), who suggested that in the short run new global 
managers have to compete on technical excellence. Large U.S. firms 
tend to look for functional expertise in finance, marketing, and 
production whereas in smaller firms expatriates may need all the 
technical skills necessary to complete assignments with little or no 
help form above or below in the organizational hierarchy (Tu & 
Sullivan, 1994). The Catalyst, a nmprofit research group in New 
York that specializes in the study of women, indicated that "smart" 
women appear to recognize that competition is less in the high growth 
areas of technical firms (Schwartz, 1989). 
Figure 2. Selection and Training Practices Used in Developing 
International Managers 
Selection and training practice Rank 
Developing competencies in functional areas first 1 
Seeking out their career interests 
Transfer options to international operations 3 
- 
Encouraging line experience domestically 
?- 
Direct recruitment by the international division 5 
xiii) Between-Gender Comparisons 
Between-gender comparisons would also be beneficial. Exploring 
the reasons why both women and men choose to go or not to go 
overseas, and the reasons why some complete or do not complete 
their tours satisfactory, would be appropriate. According to Tu and 
Sullivan (1994), up to 70% of expatriate managers quit their 
assignments early or function at low levels of effectiveness. If there 
are particular needs of expatriates that are not' being met by 
internationalized companies, it could be useful to know that for 
designing training and developmental programs for overseas-bound 
employees, as well as for addressing areas of special interest to women. 
xiv) Equal Right Legislation 
Continuing legal and social pressure on employers to grant women 
equal employment opportunities will further boost women in 
international assignments. Corporations that assign their most 
qualified managers to overseas work cannot continue to tap only 
men. According to Dowling, Welch and  Schuler (1999),  
multinationals must address the issue of  equal employment 
opportunity (EEO) for employees in all employment location. With 
the passage of the Civil Rights Act of 1964, women legally defined 
minorities were granted certain workplace protections. Title VII of 
the act prohibits discrimination in employment based on gender, 
race, national origin, or religion. If litigation to protect female 
expatriates overseas employment right is emphasized, multinational 
company will increase the number of female expatriate in overseas 
assignment. According to Segal and Zellner (1992), there are 70% 
of the respondents in a Business Weeksurvey of400 female managers 
thought women should take legal action if they seek to protect their 
overseas employment rights. So if the multinational company aware 
about this situations, there will be an advantages for them to increase 
the number of female expatriate. 
XV) Preparing Students for International Careers since in Universities 
Figure 3 shows the ranked recommendations of the respondents for 
qualities that women in universities should develop to prepare for a 
career in international management. This information should be of 
use to colleges and universities, especially curriculum committees 
and advisors, in the preparation ofstudents for international careers. 
Figure 3. Recommendations for Preparing for an 
International Career Competency 
Rank 
Be open, ethical, empowering, and inspiring 1 
Learn from cultural experiences -, 2 
Study courses in international business and economics 3 
Study courses in international culture 4 
Develop ability to deal with ambiguity 5 
- - - - 
Study abroad 6 
Learn a foreign language 7 
Develop global analytical skills or sensitivity 
by marketing case studies 8 
143 
Develop global analytical skills/ sensitivity by 
management case studies 
Study courses in international history 10 
Study course in international politics 11 
Travel widely 12 
Learn Spanish 13 
Learn Japanese 14 
Develop global analytical skills from workshops 15 
Learn French 16 
Develop sensitivity skills by simulations or role playing 17 
Develop leadership skills in college international clubs 18 
Study curses in international law 19 
Learn German 20 
Obtain an international degree . 21 
Study Russian 
Recommendations to Women Managers 
According to Adler (1994), there are few steps that female expatriats can 
take to refine their situation. 
i) Persistent In "Educatingn The  Company 
Women have to realize that sending women abroad is new for most 
company, and still fairly poorly understood. In most cases, 
companies and foreign managers are operating on the basis of 
untested assumptions, many of which are faulty. Women should 
not assume that they are acting on the basis of prejudice. Instead, 
gently and persistently educate the company to consider the 
ofsending a woman abroad by point out why the company 
should grant women the same status and support it usually gives to 
men in similar situations. 
ii) Be Excellent 
Sending women abroad is perceived as risky, and no company will 
select a woman unless she is seen as technically and professionally 
excellent. Beyond becoming well qualified, this helps to arrange 
women to be in the right place at the right time. 
Mendenhall and Oddou (1985), proposed that having a self- 
orientation was important for the cross-cultural adjustment of global 
assignees (both men and women). According to Bandura (1982), 
and Rosemberg (1979), self-orientation and more specifically, self- 
confidence and self-efficacy, may be especially important for women 
on global assignments given that they will need to believe solidly in 
their own competence to be successful. Both self-efficacy and self- 
confidence refer to one's belief regarding one's own competence or 
ability to overcome obstacles and succeed in a given situation. So 
both self-efficacy and self-confidence will be a push roughly power 
to women in accept the global assignment which is given by their 
bosses. 
iii) Address Private Life Issues Directly 
For single women, the issue of loneliness, and for married women, 
the issue of managing a dual-career relationship, must be creatively 
addressed. Talking to other expatriate women managers has proven 
helpful in both situations. For dual-career couples, most women 
consider it critical that they discuss the possibility of an international 
assignment with their husband long before such a possibility becomes 
a reality. The couple needs to creatively develop options that could 
work for them. The company needs to support those options. For 
most couples, this means creating new alternatives that have never, 
or rarely, been tried before in the company. 
CHALLENGES FACED BY W O M E N  EXPATRIATES 
The personnel managers perceived the major barriers facing women 
moving into expatriate positions to be foreigners' prejudice (72.7%) and 
dud-career marriages (69.1%). In addition, more than half of the 
managers (53.8%) saw the company's reluctance to select women as a 
major barrier. See Figure 4. 
Managers Perceived Greater Barriers to Women in International than Domestic I % Management I 
C1 International 
i) Sexual Harassment 
When foreign women professionals are sexually harassed on the job, 
whether by clients or coworkers, they receive messages that conflict 
with their own expectations about professional stature and role. And 
even when a foreign woman is not the target of unwelcome ad- 
vances, she often faces innuendos and sexual remarks that are con- 
sidered offensive. For example, the foreign colleagues and clients 
often make remarks about the physical attributes of women wait- 
resses and entertainers during evening business entertainment. 
Sexual harassment is defined as "unwelcome sexual advances, re- 
quests for sexual favors, and other verbal or physical conduct of a 
sexual nature constitute sexual harassment when (1) submission to 
such conduct is made either explicitly or implicitly a term or condi- 
tion of an individual's employment, (2) submission to or rejection 
of such conduct by an individual is used as the basis for employ- 
ment decisions affecting such individual, or (3) such conduct has 
the purpose or effect of substantially interfering with an individual's 
work performance or creating an intimidation, hostile, or offensive 
working environment." (Federal Register, 1980). 
i i) A Negative Attitude Toward Oversea Women by Host Country 
Managers 
Host-country managers do, in fact, voice a negative attitude toward 
female managers. Responding to questionnaire by Dafna N. Izraeli, 
Moshe Banai, and Yoram Zeira (1980), 60.7% of the host-country 
managers surveyed agreed that the women could successfully man- 
age a multinational subsidiary. However, when interviewed person- 
ally, respondents -with few exceptions- indicated considerable ap- 
prehension about the desirability and feasibility of women as senior 
executives. These host-country managers anticipated that a female 
executive would meet with a great deal of resistance from host-coun- 
try superiors, subordinates, colleagues, and clients. 
The host-country managers did not simply question women's 
competence: They doubted the very legitimacy of a woman's au- 
thority as characteristically masculine and formal authority as part 
of the male sex role. Such sex-role stereotyping not only under- 
mines a woman's authority, but also requires that she be subordinate 
to men hierarchically. -. 
iii) Dual Career Couple 
A recent SUNey by the British magazine International Management 
founded that among managers worldwide, there is high percentage 
of two career couples. The spouses of 565 senior executives from 
around the world responded to the survey. Of  the Americans, 46.6% 
of the spouses had their own careers, compared with 58.6% of the 
Swedish spouses, 48.6% of the spouses in Hong Kong, 53.8% of 
those in Singapore, and 40% of those in Brazil. The challenge that 
always confronting by women expatriates is their family status. 
Whether single or married, the situation for a female going abroad 
is seen to be more problematic than for a male assignee. Single 
females are seen to be more vulnerable to harassment and social 
isolation (Israeli, Banai, & Zeira, 1980); while spouse-related prob- 
lems for married females are perceived as being more serious (Punnett, 
Crocker & Stevens, 1992; Reynolds & Bennett, 1991). Typically 
women - even working women- carry the majority of the responsi- 
bility for taking care of the family. The "1996 Global Relocation 
Survey Trends Report" shows that of the 71% of married expatri- 
ates, married men outnumber married women nine to one; but sin- 
gle males outnumber single females only three to one. Clearly, sin- 
gle women have less complicated hurdles to overcome than married 
women. 
iv) Male Spouses .. 
The number of male spouses in foreign locations will increase as 
more women have careers and accept foreign postings. KPMG's 
Director of International Executive Services pointed to cases where 
husbands of transferred women executives found the situation so 
stressful that it led to break-up of the marriage (Canadian HR Re- 
porter, 1997). Male spouses, almost universally intended to work 
outside the home and they feel particularly strongly that the com- 
pany should assist them in finding productive activities (Punnett, 
1997). This group feels especially strongly that the company should 
provide financial support to the spouse - this many be in the form 
of creating a job for the spouse, providing an office with equipment 
so that the spouse can work on his own, and so on. 
Whereas wives are generally seen as assets to successful male - 
managers' careers, husbands are viewed as detriments to aspiring 
female maanger< careers. Companies should concerned about what 
would happen if (a) the husband is unwilling to move or unable to 
find a suitable position in the foreign country, (b) the woman' salary 
eclipses that of her husband, (c) a two income family is reduced to 
one, albeit substantial, income, or (d) the husband's career is viewd 
as primary, thus causing the woman to.refuse to consider an expatri- 
ate position. In all cases, the prospect of transferring married fe- 
male managers overseas was seen as more difficult than transferring 
single women or men married to nonworking or noncareer-oriented 
wives. 
V) Reluctance of Home Office Managers 
From Adler's (1984) survey of the personnel vice presidents and 
managers of GO North American MNCs, she concluded that 54% of 
the companies were hesitant to send women overseas. A total of 73 % 
of the managers believed that foreigners are prejudiced against female 
managers. Many of the female expatriates Adler surveyed reported 
that their greatest challenge was overcoming the reluctance of home 
ofice managers to give them the assignments in the first place. In 
addition to "They won't accept a woman manager over there," 
objections, sometimes patronizing, included, "You won't have the 
stamina," "You can't get a work permit", "If will be too lonely for 
YOU," and "It wouldn't be safe for you." 
vi) Cultural Shock 
When women expatriates encounter the different customs, or norms 
there, many of them experience something known as culture shock, a 
state of confusion and anxiety that can affect individuals when they 
are first exposed to an unfamiliar culture. For example, an American 
female expatriate, was denied the right to rent a car in Indonesia 
because the local people were not comfortable with a woman driving 
her own vehicle. In another instance, a female expatriate in Thailand 
was told that women are not allowed to carry out negotiations in 
local business settings. 
vii) Gender Discrimination 
Gender discrimination is strongly visible in the careers of women 
managers. There is considerable data to show that while women - 
from a large proportion of managers at the lower levels, the proportion 
of women rapidly declines as the top positions are reached (Adler, 
1993; Cassell and Walsh, 1994; Coe, 1992). It is much more difficult 
for female managers to be selected for an international assignment 
than male counterparts. Because of the additional risks involved in 
expatriate assignments, female managers are further disadvantaged 
in the selection process. 
Gender discrimination that women executives used to face when 
they worked abroad crop up in various forms. In many cases, such 
discrimination is not intentional, but rather is ingrained in the larger 
cultural context (Shames, 1997). Unintentional discrimination of- 
ten takes on subtle forms. For example, it is not unusual for male 
expatriates to negotiate business in bars or nightclubs. But this set- 
ting would create unease for many women and may even result in 
lost opportunities. 
viii) .Extra Effort 
In order to succeed, the women managers had to try harder and to 
outperform men. One woman described a variant on this by say- 
ing:" You know women can't get away with bullshit, not like men. 
Women have to deliver, they have to show the added value and the 
quality. They can't bullshit their way through, they can't make prom- 
ises to clients a n d ' h t  keep them.. .. They have to deliver all the 
time." (Westwood & Leung, 1994) 
However, it is concluded if a woman expatriate was perceived as a competent 
manager and could do the job, gender was incidental. The absence of gen- 
der-related difficulties is also attributed to the women making sure that they 
are "read" first as professionals and not as women. This requires effort in 
gender identity management and the achievement of a degree of !gender neu- 
trality. Such gender identity management (Symons, 1986) is something men 
do not have to worry about but is an additional burden on the female man- 
ager. 
CONCLUSION 
Women who undertake an assignment abroad, and the firms that send them, 
should be encouraged by the tendency shown. While foreign women experi- 
ence some challenges different form those of male expatriates, the majority 
of the women have been able to overcome them and have used their advan- 
tages to work successfully abroad. Based on their experiences, firms can 
proactively address the special needs of women expatriates and thereby in- 
crease the pool of candidates available to send abroad, as well enhance their 
adjustment and work performance. 
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